P revious research on workplace composition has not addressed how the share of nonstandard employees affects individual workers' opportunities and wellbeing. Moreover, existing studies generally assume that the effect of a group's numerical representation is mediated through the group's relative power and status within establishments. This study asks whether workplace composition matters when the size of each social group has little impact on its relative status. Specifically, I examine the economic and psychological consequences of the proportions of nonstandard employees and women in Japanese workplaces, where both groups are typically secondary workers who lack power regardless of their relative size. The results indicate that working in establishments with modest proportions of nonstandard employees enhances individuals' wages and likelihood of promotion, but working in those with higher proportions is detrimental. Conversely, the greater the share of nonstandard employees in a workplace, the more likely all workers are to suffer psychologically. Workplace gender composition is also linked to Japanese workers' reported chances of promotion and life satisfaction, but it is relevant to fewer worker outcomes than employment-status composition. This analysis underscores the need to consider workplace demography, even if the power and status gaps between different social groups vary little with each group's share within establishments. In addition, the findings suggest that the global trend of increasing nonstandard work arrangements has a more extensive impact on disparities among workers than prior research implies.
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Research on labor market inequality has long emphasized the importance of workplace composition (Reskin, McBrier, and Kmec 1999) . Beyond workers' own attributes, the demographic makeup of their respective organizations is likely to influence workplace culture, dynamics of social interaction, intergroup relations, and, as a result, individual workers' economic and psychological well-being (Cohen, Broschak, and Haveman 1998; Forman 2003; Pfeffer 1983; Tolbert et al. 1995; Wharton and Baron 1987) . Most research linking organizational demography to social inequality focuses on the gender or race composition of the workplace (Cohen, Broschak, and Haveman 1998; Jackson, Thoits, and Taylor 1995; Kanter 1977; Stainback, Ratliff, and Roscigno 2011) . Gender and race, however, are not the only attributes that differentiate workers. As global economic pressure has led to the rapid growth of temporary, fixedterm workers across the industrialized world, today's workplaces are increasingly divided based on individuals' entitlement to a potentially indefinite and presumably ongoing employment contract (Kalleberg 2000) . Whereas standard employees, who are entitled to such a contract, can reasonably expect job security, fringe benefits, and long-term opportunities within organizations, those defined as nonstandard or contingent employees are perceived and treated as "organizational outsiders," and thus frequently experience inadequate compensation, inferior stereotypes, and a lack of future prospects (Boyce et al. 2007; Giesecke 2009; Kalleberg, Reskin, and Hudson 2000; McGovern, Smeaton, and Hill 2004; Yu 2012) .
Although the disadvantages that fixed-term or contingent employees face are well documented, we do not know whether firms' use of nonstandard employment may also affect workers who are not on fixed-term contracts. Like the proportion of women in the workplace, the share of nonstandard employees may shape, for example, overall levels of contact and cohesion within the establishment, thus having an impact on all workers' job satisfaction and mental health. The potential consequences associated with the share of nonstandard employees at work are not only important in their own right, but also increasingly critical for our understanding of the effects of workplace gender composition. Because women constitute the majority of the nonstandard workforce globally (Kalleberg 2000) , the rapidly rising shares of nonstandard employees in organizations inevitably affect the gender composition in many workplaces. Without research addressing the outcomes linked to the proportion of nonstandard workers, researchers would face increasing difficulty in assessing the true influences of the workplace gender composition on individuals.
In this study, I use the case of Japan to investigate how the proportions of nonstandard and female employees in the workplace shape workers' economic and psychological outcomes, including promotion opportunities, wages, life satisfaction, and work-related distress. To my knowledge, this study is the first to examine the consequences of workplace gender composition on workers, net of the influences of employment-status composition, and vice versa. The study also utilizes the Japanese setting to address an understudied question: Does worker composition matter if the size of each social group has little impact on its relative status? Much of the previous research on workplace composition assumes that the effect of a social group's numerical representation on its life chances or well-being is mediated through the group's relative influence within establishments (e.g., Cohen, Broschak, and Haveman 1998; Kanter 1977; Tolbert et al. 1995; Tsui, Egan, and O'Reilly 1992) . Within Japanese organizations, however, the gaps in status and power between standard and nonstandard employees, as well as between men and women, are unlikely to change according to the share of nonstandard employees or women. More than in many other advanced economies, employment status and gender define workers' status and prospects crucially in Japan (Brinton 1993; Hirata and Yugami 2011) . With a strictly dualist system, Japanese employers generally provide high levels of job protection and extensive benefits to those with standard full-time jobs (seishain), while having all others-including part-time and temporary workers hired either directly or through agencies-on short-term contracts that do not guarantee renewal, promotion, or adequate benefits and pay (Houseman and Osawa 2003; Moriguchi and Ono 2005; Yu 2009 ). 1 Not only are those who are not seishain-that is, nonstandard employees-entitled to few rights in their workplaces, but their employment status also tends to stigmatize them as uncommitted workers, making it extremely difficult for them to shift to standard jobs and attain higher occupational status in the long run (Yu 2012) .
Similarly, because women's primary roles are assumed to be as caregivers of their families, and because standard work arrangements in Japan are likely to conflict greatly with individuals' family responsibilities, many Japanese employers consider women as secondary workers, regardless of their employment status. Thus, even when women work as standard employees, they tend to receive little on-the-job training and few promotion opportunities (Brinton 1993; Yu 2009 ). Overall, the salience of employment status and gender in Japanese organizations implies that changes in the proportions of women and nonstandard employees might not alter their relative power and status in the workplace. A new conceptual framework is therefore required for linking organizational demography to workers' economic or psychological well-being. In this sense, not only does Japan's case provide important evidence on how the global trend of increasing nonstandard work arrangements shapes disparities among workers, but it also potentially challenges existing theories about the influences of workplace composition.
Gender and Employment-Status Compositions in the Workplace
Theories about the consequences of workplace composition are rooted in social psychological perspectives that stress individuals' tendency to develop group identity and differentiate in-and out-groups according to demographic attributes or other socially meaningful categories (DiTomaso, Post, and Parks-Yancy 2007) . Although individuals are drawn to those like themselves, hence exhibiting in-group favoritism (Baron and Pfeffer 1994) , the relative sizes of social groups in the workplace are argued to condition how each group perceives and behaves toward the other(s) (Reskin, McBrier, and Kmec 1999) . When a group has only a minimal presence within an organization, the interaction between this group and the rest is likely to be limited, and this group's difference from the others is highly noticeable. Both conditions perpetuate socially constructed perceived differences between groups. In turn, members of a numerically majority group, often a higher-status group, are likely to evaluate the minority group based on stereotypes and attributelinked norms prevalent in society, thereby jeopardizing the latter's economic opportunities (Kanter 1977) . Confirming this argument, several studies of workplace gender composition find greater discrimination and fewer promotions for women in workplaces with lower female representation (Cohen, Broschak, and Haveman 1998; Reskin, McBrier, and Kmec 1999; Stainback, Ratliff, and Roscigno 2011) .
The relative sizes of social groups in the workplace also shape the dynamics of intergroup interaction because they signal each group's potential influence within organizations. A lower-status group's especially large numerical representation in the workplace is therefore seen as a challenge to the status quo. In response, members of a higher-status group may feel an urge to defend their group interest and deliberately exclude the lower-status group from promising opportunities within organizations. Consistent with this argument, research shows that increases in women's share within establishments enhance their male coworkers' feeling of being threatened, as well as the overall level of intergroup competition (Tolbert et al. 1995; Tsui, Egan, and O'Reilly 1992) , making men less supportive of women's career advancement (South et al. 1987) .
Because individuals perceive and relate to themselves and others in terms of social categories, and because social-category-based similarity is an important foundation for social integration and cohesion (Baron and Pfeffer 1994) , workplace composition further affects workers' perceptions of social relations at work and their sense of well-being (Jackson, Thoits, and Taylor 1995; Pfeffer 1983) . Specifically, working in settings with greater levels of gender heterogeneity is thought to be conducive to perceptions of intense intergroup competition and low workplace cohesion. Workers in such settings therefore exhibit lower commitment and satisfaction, as well as higher job-related depression (Tsui, Egan, and O'Reilly 1992; Wharton and Baron 1987; Wharton, Rotolo, and Bird 2000) . This is especially the case for male workers, as the negative psychological impact of low workplace cohesion for women might be compensated for by their perceived gains in status and power.
Although much research on workplace composition focuses on intergroup dynamics, the norms and perceptions linked to each social group that prevail in the broader context also condition the effects of workplace composition on workers. An example is that as women's representation in the workplace increases, all workers' wages decrease (Kumlin 2007) . Because women's work is less valued in society, even if the feminization of workplaces enhances women's relative status, it could ultimately devalue the work performed in such workplaces (Reskin, McBrier, and Kmec 1999) . Moreover, as women are generally paid less, an increase in the positions occupied by women may decrease the average wage in an organization. This decrease could lower what is considered a fair wage for all employees in the organization, leading them to accept worse pay. Either way, it is how women and their labor are evaluated in the broader context, rather than their relative status to men within establishments, that makes workplace feminization negatively associated with wages.
In the same way that social norms prevailing in the broader context can make women's increasing representation in the workplace detrimental to their wages, they could also make the status gap between men and women in the workplace virtually independent of variations in their relative sizes. As reviewed, prior research generally assumes that the numerical representation of women will shape their ability to compete with men within organizations. In cultural contexts that encourage management to bluntly use gender to screen and discriminate against workers, however, women's share in the workplace may not sufficiently alter management's preferential treatment of men. In such cases, the way in which workplace gender composition affects workers' economic opportunities may be similar to how the proportion of nonstandard employees affects them, as the status gap between standard and nonstandard employees is rather static.
Existing research does little to shed light on the influence of workplace composition when the status gap between the different social groups in the workplace is fairly constant. In particular, studies of the consequences of employment-status composition at work are nearly absent. Just like being female, being on a contingent contract is conducive to one's lower amount of power and distinctive identity within an organization (Boyce et al. 2007; Kalleberg 2000) . Employment status-standard versus nonstandard-therefore constitutes a socially meaningful category in the workplace. Because employment status is explicitly attached to entitlement, however, the relative sizes of standard and nonstandard employees in the workplace are unlikely to affect their relative standing and power. When considering candidates for higher positions, for instance, management's preference for standard over nonstandard employees is unlikely to vary with the latter's group size.
Despite nonstandard employees' inability to compete with standard ones, their share in the workplace has a direct impact on the contour of the labor queue within organizations. Borrowing from the queuing theory proposed to explain labor market segregation (Reskin 2001) , I argue that individuals' prospects within establishments result from the numbers of workers of different characteristics that altogether make up the workplace's labor queue. As queuing theory maintains, employers determine how workers of different social categories are ordered in the labor queue and select individuals for positions according to their ranks in this queue. Thus, the fewer people of a preferred social category are in an organization's labor queue, the less competition there is for such people to reach a higher position. Similarly, those who belong to less-preferred social groups, such as nonstandard employees or women, may benefit from having fewer people with employer-preferred attributes within organizations, because their chances for better positions ultimately depend on how soon their employers will exhaust the supply of the groups before them in labor queues. Even though employers may always prefer certain social groups for key positions, they are more likely to turn positions with marginally more responsibilities (e.g., overseers of part-time workers) into jobs for the less-preferred groups, in an effort to preserve the preferred ones for core positions, when the supply of the preferred groups is more easily exhausted.
In addition to shaping the internal labor queue, the share of nonstandard employees in the workplace may affect workplace atmosphere and cohesion, even though an increase in this share is unlikely to intensify competition between standard and nonstandard employees. In Pfeffer's (1983) classic essay that draws attention to organizational demography, the distribution of employees' tenure or length of service is thought to be key to explaining workplace culture as well as workers' behavior and psychological outcomes. One major way in which standard and nonstandard employees differ is precisely their length of service or, at least, their expected tenure within organizations, given that the latter are on fixed-term, rather than indefinite, contracts (Kalleberg 2000) . The proportion of nonstandard employees in the workplace therefore may influence, for example, individuals' willingness to invest in social relations at work and, hence, their perception of workplace cohesion and sense of well-being. Providing some support for this claim, one study using work-group information from a large US firm shows that having higher proportions of nonstandard employees within work groups negatively impacts group members' relations with supervisors and coworkers, as well as their commitment to the organization (Broschak and Davis-Blake 2006) . To my knowledge, however, no empirical evidence is available on how employment-status composition at the workplace level affects workers psychologically.
The Japanese Case
Gender and employment status constitute the two most salient characteristics associated with workers' welfare in Japan. Because the employment model that has dominated the Japanese economy during the past several decades emphasizes employees' long-term organizational attachment and firm-specific training (Moriguchi and Ono 2005) , management commonly adopts a dualist system that preserves training opportunities and job security for those deemed worthy of its investment, while depriving those with unfavorable attributes of various rewards and benefits. With social and cultural norms justifying the incompatibility between Japanese women's family obligations and commitment to work, gender has long been a major criterion that management uses to sort workers within the dualist system (Brinton 1993) . Unlike in many advanced economies, where women's blocked mobility largely has to do with their concentration in occupations with limited prospects (Padavic and Reskin 2003) , Japanese firms allocate rewards and opportunities more bluntly along the gender line (Yu 2009) . As one comparative study shows (Tachibanaki 1998) , gender is a more important determinant of wages than occupation, age, and industry in Japan, whereas occupation or age is the most important in seven other industrialized countries.
Even more than being women, being on nonstandard employment contracts officially labels individuals as secondary workers in Japan's dualist system and deprives them of the protection, opportunities, and rewards to which ordinary members of organizations are entitled (Houseman and Osawa 2003; Yu 2012) . The nonstandard employment status is particularly salient in Japan, because it requires little mutual commitment between employers and employees, which is essential to standard employment relations in that country (Lincoln and Kalleberg 1996) . The different commitment requirement makes it socially acceptable to treat nonstandard employees as outsiders in their own workplaces, resulting in their exclusion from a wide range of activities and opportunities within organizations (Yu 2009 ).
Although differential treatment by gender or employment status is not unique to Japanese workplaces (Kalleberg 2000; Padavic and Reskin 2003) , alterations in this treatment are particularly unlikely in that country. Because of the permanent employment system and its lingering influence, dismissing or sanctioning core employees has been exceptionally difficult in Japan, which makes management highly unwilling to take a chance with anyone whose attributes signal that their work commitment might be compromised over the long run (Yu 2012) . Thus, even if the increase in female or nonstandard employees in the workplace affects Japanese employers' perceptions of them on a personal level, these employers would still find it too risky to choose them over male standard workers for critical positions. For this reason, a rise in the representation of women or nonstandard employees in the workplace is unlikely to make employers treat them less like secondary workers, nor is such a rise conducive to these groups becoming a greater threat to those considered as primary workers.
Because the status differences between standard and nonstandard employees and between men and women are rather static, queuing theory may shed light on Japan's case. As the theory suggests, for men and standard employees, having more female and nonstandard workers in the workplace, respectively, means having fewer coworkers with desirable traits to compete with. Even for women or nonstandard employees, having a larger share of female or nonstandard workers reduces the number of individuals ahead of their group in the withinestablishment labor queue, making the highest rank they can hope to reach in this queue higher. Hence, the proportions of female and nonstandard employees may enhance all workers' likelihood-and especially their perceived likelihood-of promotion. Nevertheless, unlike the proportion of female employees, the proportion of nonstandard employees in an establishment is an indicator of the number of permanent and promising positions for workers to move into. For this reason, working in establishments that use "too many" nonstandard employees, to the extent that their internal job hierarchies are virtually flat, may be negatively associated with individuals' promotion chances. Thus, I propose: The proportions of nonstandard and female employees in the workplace should also have implications for Japanese workers' earnings. As reviewed earlier, studies based on the United States often find female representation in the workplace to be negatively linked to pay (Reskin, McBrier, and Kmec 1999) . Incorporating more nonstandard employees, members of another low-status group, into the workplace may similarly diminish wages. Specifically, having a large share of nonstandard employees can decrease the average pay and changes all employees' perception of a reasonable wage, given that this perception is often based on comparisons with coworkers' compensations. In turn, the proportion of nonstandard employees in the workplace can be expected to lower wages for both standard and nonstandard employees. Nevertheless, it is noteworthy that Japan's rapid increase in nonstandard workers is a response to its highly rigid employment system, which compels management to retain and reward standard employees beyond what their productivity deserves (Houseman and Osawa 2003) . Recent research also shows a positive association between the utilization of nonstandard workers and Japanese firms' productivity (Morikawa 2010) . Because more efficient and productive firms are generally more profitable, Japanese firms using some nonstandard employees may be able to pay more than those using none. Thus, even though having a relatively large proportion of nonstandard employees enables management to offer particularly low wages to all workers, firms with almost no nonstandard employees do not necessarily pay the most, as their wage levels are limited by the firm's comparatively low profitability. For this reason, the association between the workplace share of nonstandard employees and wages may be curvilinear; H 3 : Workers' wages first increase but eventually decrease with the proportion of nonstandard employees in the workplace.
By contrast, the proportion of women in the workplace is unlikely to be an indicator of a firm's efficiency or profitability in Japan, because socially prescribed family roles for women are likely to dissuade management from utilizing them as lower-cost substitutes for men in that country. One piece of evidence that Japanese management utilizes nonstandard workers but not women for cost saving is that during Japan's great economic stagnation in the 1990s and early 2000s, the number of jobs held by women only declined (and declined more than the number of jobs held by men), while the number of nonstandard jobs grew rapidly (Yu 2009:191) . Thus, there is no reason to expect an establishment's proportion of female employees to be positively associated with wages. I therefore derive the hypothesis about the share of female employees and wages from the research using US data, which mostly finds a negative association between the two (Reskin, McBrier, and Kmec 1999) .
H 4 : Those employed in workplaces with higher proportions of women receive lower wages.
Despite the hypothesis just stated, I should note that one available study on Japan shows only a small effect of the percentage of women in the workplace on wages, even without controlling other organizational characteristics that may be associated with both a high level of feminization and low wages (e.g., firm size) (Kumlin 2007) . It is possible that because labor compensation in Japanese organizations is more directly linked to gender than to the different structural positions that the two gender groups occupy (Tachibanaki 1998) , the levels of feminization of individuals' jobs or workplaces tend not to have an additional effect on their labor's worth. If this is the case, the association between workplace female share and wages might be rather weak in Japan.
Beyond economic prospects, the proportions of both women and nonstandard employees in Japanese workplaces may affect individuals' psychological well-being. As discussed earlier, the rather static status gaps between standard and nonstandard employees and between men and women in Japanese workplaces make the relative sizes of these social groups unlikely to affect the lowstatus groups' feeling of empowerment or high-status groups' sense of threat.
Nonetheless, the proportion of nonstandard employees may have a psychological impact on all workers by reducing the overall workplace cohesion. For the same reason that longer average job tenures contribute to better workplace social relations (Wharton, Rotolo, and Bird 2000) , the unpredictable nature of nonstandard employees' job tenures is likely to reduce the incentives for all workers, even those with the same employment status, to invest in social relations with them. Thus, in addition to having difficulty integrating with standard workers, the group of nonstandard employees is likely to have an exceptionally low level of cohesion. Moreover, as discussed earlier, nonstandard employees are likely to be socially excluded in Japanese workplaces because of their outsider status (Yu 2009 ). Social exclusion not only reduces individuals' sense of belonging and wellbeing (Zadro, Williams, and Richardson 2004 ), but also decreases their level of prosocial behavior (e.g., willingness to help and cooperate with others) (Twenge et al. 2007 ). Both the particularly low group solidarity and the decreased level of prosocial behavior among nonstandard employees suggest that a larger share of such employees at work will worsen the overall workplace cohesion and social relations. The lack of worker attachment and workplace cohesion is especially likely to hamper Japanese workers' psychological well-being because, with the history of lifetime employment that facilitated internal cohesion, they may be accustomed to and desire this cohesion more. Hence, I expect:
Those in workplaces with higher shares of nonstandard employees have worse psychological well-being.
Like nonstandard employees, rises in women's relative group size do not make them more formidable competitors to men in Japan. Unlike nonstandard workers, however, Japanese women working as standard employees are likely to have more predictable and homogeneous job tenures. Although most female standard employees in Japan do not work for the same firm for very long, their tenures tend to be relatively homogeneous, as many begin their firm tenures upon school graduation and end around the age of marriage or childbearing (Brinton 1993; Yu 2009 ). Because tenure homogeneity is conducive to group integration (O'Reilly, Caldwell, and Barnett 1989), and because being female per se is unlikely to lead to exclusion from work-related social activities, the increase in women's representation in the workplace may not deteriorate social relations like the rise in the share of nonstandard employees does. In fact, after taking the employment-status composition into account, the increase in female representation may even have a net positive effect on workplace atmosphere and cohesion. Not only does having a larger share of women help reduce the overall level of workplace competition, but women, as members of a low-status group that sees little potential for its relative status to change, tend to invest more in peer relations and value friendly work environments more (Kanter 1976) . Consequently, social relations in workplaces with higher female representation might be better, leading to improved psychological outcomes for both male and female workers in Japan. Thus, H 6 : Individuals in workplaces with greater shares of women report higher subjective well-being.
Data
The data for this study are from the Social Stratification and Social Mobility Survey (SSM), collected in 2005 from a nationally representative sample of Japanese adults. As one of the most established surveys in Japan, the SSM has been gathering detailed information about individuals' jobs and work trajectories from an independent sample every decade since 1955. The 2005 SSM includes 5,765 men and women between 20 and 69 years of age. Because the SSM asked about respondents' workplace composition for only their current jobs, the statistical analysis is limited to those with jobs at the survey time (70 percent of the sample). I further excluded 876 respondents who worked in tiny establishments-that is, those with fewer than five employees-as in such workplaces, the number of people in any given social category is likely to be too small to enable a group identity and meaningful group processes. Besides, such establishments are likely to be family-owned businesses in which most workers are members of the family. I also eliminated 41 cases who were home-based pieceworkers, as they do not work alongside others.
In addition, the statistical analysis excludes respondents with incomplete information for the variables used in the models, except for those who reported not knowing the share of female or nonstandard employees in the workplace or their own earnings. Whereas the proportions of missing values for the other variables are small and negligible (0-5 percent), 11.5 percent and 13.5 percent of eligible respondents failed to report the proportions of women and nonstandard employees, respectively, in their workplaces. Similarly, 13.4 percent of these respondents did not provide information on their earnings. To take advantage of such cases, I used multiple imputation methods to generate values for missing data on these variables and then estimated models with the imputed data (based on 10 imputations) (Allison 2002) . Specifically, I used the multiple-imputation procedure available in STATA version 11 to fill in the missing values. To be sure that the use of imputed data is not responsible for the results, I conducted an additional analysis without imputing values for these three variables. The results were similar.
Variables and Models
The statistical analysis relies on four dependent variables to assess how workplace composition shapes disparities among workers. The first one, perceived likelihood of being promoted, represents workers' long-term job prospects within organizations. Based on the question regarding whether respondents thought that they would attain higher status in their current workplaces, I measure this variable in five categories: (1) no likelihood at all; (2) generally unlikely; (3) hard to say which way it will be; (4) somewhat likely; and (5) highly likely. 2 The second outcome variable is earnings, a direct indicator of individuals' economic conditions. With 30 income categories provided, the SSM asked respondents to report their personal income for the past year. Using the midpoints of these categories, I convert the reported information into a continuous variable for personal earnings. Although this earnings measure contains non-wage income, research using prior waves of the SSM demonstrates that total personal income is a reasonable proxy for Japanese workers' earnings (e.g., Sakamoto and Chen 1993; Yu 2009 ). I take the logarithm of earnings to make the variable's distribution less skewed.
Third, to investigate the psychological impact of gender and employmentstatus compositions in the workplace, I measure respondents' subjective wellbeing based on the question "Overall, are you satisfied or dissatisfied about your life?" Respondents were asked to answer on a five-point scale, ranging from completely satisfied (coded as 5) to completely dissatisfied (coded as 1). Although much previous research uses job satisfaction to assess the psychological effect of workplace composition (Wharton and Baron 1987; Wharton, Rotolo, and Bird 2000) , the SSM did not include any related question. Numerous psychological studies, however, show that job satisfaction is strongly and positively related to life satisfaction, and that job conditions affect workers' life satisfaction through job satisfaction (Judge and Watanabe 1993; Tait, Padgett, and Baldwin 1989) . Thus, individuals' experiences and feelings about their workplaces can be expected to shape their overall evaluation of life.
To more directly show how workplace composition impacts workers psychologically, I include a fourth dependent variable, a binary indicator of suffering from work-related distress. This indicator is created from two questions: whether respondents felt stressed, anxious, or troubled during the past month and what primary issue was responsible for that feeling. I consider respondents to have suffered from work-related distress if they were positive about experiencing stress and identified the source of that stress as "job-related" or "interpersonal relations in the workplace." I should note that this outcome variable is available for only about one half of the analytical sample, because those questions were asked in just one of the two leave-in questionnaires used for the 2005 SSM. Although the survey collected answers to its core questions through faceto-face interviews, it gathered additional information with two different leave-in questionnaires distributed randomly to respondents at the end of the interviews, and only leave-in questionnaire B has the questions about work-related distress.
A similar set of predictors is employed for examining the four different outcomes. To address the primary concern of this study, I include in the models the proportion of women and the proportion of nonstandard employees in each respondent's workplace. Because the workplace share of nonstandard employees is expected to have nonlinear relationships with promotions and wages, I also include the quadratic term of this share in the analysis. The survey asked respondents to estimate the proportions of female and nonstandard employees, respectively, in their workplaces. Specifically, respondents reported whether the proportions were around: (1) 0-1; (2) 2-4; (3) 5; (4) 6-8; or (5) 9-10 wari, with each wari representing 10 percent in Japanese. Using the midpoints of these five categories, I create continuous variables for the female and nonstandard employee proportions in the workplace. Continuous measures are preferable because they enable a simpler presentation, especially for models investigating whether the influences of workplace compositions differ for individuals of different gender or employment-status groups. Moreover, continuous measures can more precisely capture the potentially nonlinear associations between these proportions and workers' economic or psychological outcomes. Specifically, I am able to estimate the exact thresholds at which these associations turn from positive to negative and vice versa.
Other workplace features, such as employment sector and industry, are also included in the models. Not only are these features important indicators of Japanese workers' career prospects, but they may also be associated with firms' tendencies of using women or nonstandard workers. Table 1 provides detailed definitions of the workplace variables, as well as those of predictors representing job characteristics, including occupational status, employment status, work hours, experience of internal job movement, and whether respondents' jobs require supervising others. I use log ISEI to measure occupational status, as indicated in table 1, because the marginal contribution of occupational status, especially to individuals' chances of promotion and sense of well-being, is likely to decline after a certain point. Although I divide workers into four employmentstatus groups, self-employed workers are included only in the models about psychological well-being, as the concept of promotion is irrelevant to self-employed workers, and factors determining such workers' earnings generally differ from those influencing employees'. For psychological conditions, however, because the self-employed included in the analytical sample are mostly small-business owners who work closely with their employees, workplace composition is likely to affect both the owners and the employees through shaping the atmosphere of their shared environments.
I use the experience of internal job movement and being in a supervisory position as indicators of the importance of respondents' positions to their firms. Internal job shifts, even lateral ones, are considered as critical training opportunities in Japan (Brinton 1993) . Those having received such opportunities therefore tend to occupy their firms' core positions or positions within the internal labor market. Similarly, having supervisory or administrative duties suggests that respondents' jobs are essential to the firms, which is likely to affect respondents' assessments of promotion chances, wages, and psychological well-being.
The statistical models further control for an extensive set of individual attributes, including gender, education, current job tenure, total work experience, age, and marital and parental statuses (definitions in table 1). Because including age, education, and work experience in the same models generally leads to excessive multicollinearity, I exclude age in the models predicting earnings and the likelihood of promotion. I nevertheless introduce a dummy variable for being close to retirement age, defined as age 50 or older, to control for the possibility that discrimination against those close to retirement hampers one's earnings and odds of being promoted. For the models concerning life satisfaction and work-related stress, I eliminate work experience instead of age, because research on psychological well-being generally finds the latter to be an important predictor, while rarely considering the former (Mirowsky and Ross 2003) . I use both age and age-squared in those models, as the age effect on psychological outcomes is often curvilinear. Because Japanese women shoulder the majority of Reported having irregular work hours each month = 1; otherwise = 0 (average work hours in the sample assigned for these cases when measuring "work hours" and "work hours squared") Experience of internal move
Having experienced a job change that led to equivalent or higher pay in the current firm = 1; otherwise = 0 In supervisory position Current job title implying supervisory or administrative duties (e.g., foreman, section chief, manager) = 1; otherwise = 0 Gender Male = 1; female = 0 Education b Highest level of schooling completed, in four categories: (1) middle school and below; (2) high school; (3) junior college; and (4) Reported years of age; age and age squared both included in models on life satisfaction and work-related stress Close to retirement age b Current age equal to 50 or older = 1; otherwise = 0 Marital status Current status in three categories: (1) never married; (2) married; and (3) divorced or widowed Parental status Currently having at least one dependent child (age 18 or younger) = 1; otherwise = 0 a In a separate analysis, I used multiple imputation methods to fill in numbers for those with irregular work hours (6 percent). This change had virtually no impact on the main results of all models. b To avoid excessive multicollinearity, models on promotion chances and earnings include education, work experience, and close to retirement age, whereas models on life satisfaction and work-related stress include education, age, and age squared.
child-rearing responsibilities, and employers in that country often pay a wage premium for men with families to support (Yu 2009 ), marital and parental statuses are likely to have opposite effects on men's and women's promotion chances, wages, and even life satisfaction. I therefore introduce interaction terms between gender and marital status and between gender and parenthood in all models.
To provide an overview of the analytical sample, table 2 presents descriptive statistics for all the variables described above. On average, respondents in the sample reported that women constituted 43 percent of employees in the workplace, whereas 32 percent of workers in the workplace were on nonstandard employment contracts. The correlation between the workplace female and nonstandard employee proportions is 0.44. This, in part, reflects that the majority of nonstandard employees in Japan are women (Yu 2012) . Still, not all female workers are on nonstandard employment contracts, as an average workplace has a higher proportion of female than nonstandard employees. The correlation of 0.44 also suggests that there is a substantial variation in the workplace female share unaccounted for by the nonstandard employee share, and vice versa. Therefore, it is important to consider both proportions in the same models and identify the independent effect of the workplace gender or employment-status composition, net of the influence of the other composition. Table 2 further indicates that 46 percent (1.0-.54) of the analytical sample and 31 percent of employees in the sample (0.30/(0.66 + 0.30 + 0.02) = 0.31) are women and nonstandard employees, respectively. Given that the analytical sample is a nationally representative sample of workers in firms with five or more employees, the percentages of women and nonstandard employees in the sample should be fairly close to the average reported female and nonstandard employee shares across respondents' workplaces. That these percentages are indeed similar suggests that respondents' reports of their workplace compositions are highly reliable.
Finally, regarding the modeling strategy, ordered logit regressions are employed for estimating the effects of workplace composition on the perceived likelihood of promotion and life satisfaction, because both are measured as ordinal variables. An ordered logit model allows the response categories of a dependent variable to be ordered, without assuming that the distance between any two adjacent categories is the same as that between another pair. For predicting log earnings, ordinary least squares regression models are used. Because of the dichotomous nature of the outcome variable, logistic regressions are used for analyzing work-related stress. Table 3 presents results from the ordered logit models predicting workers' perceived likelihood of being promoted in their current workplaces. Model 1 shows a positive effect of the proportion of women in the workplace on employees' perceived chances of promotion, after taking into account individuals' own gender and many other job and workplace characteristics. This finding supports the hypothesis that individuals employed in workplaces with more women tend to perceive more chances of promotion. Model 2 includes the share of nonstandard employees and its quadratic term, and the coefficients for both are significant. Thus, working with a higher proportion of nonstandard employees is beneficial to Japanese workers' chances of promotion until the proportion reaches a certain threshold. Model 3 includes the share of female workers, as well as the share of nonstandard employees and its quadratic term. Comparing model 3 with model 1, it is clear that taking into account the proportion of nonstandard employees in the workplace hardly changes the coefficient of the female share. That is to say, the positive impact of working in a more feminized workplace on individuals' promotion chances has little to do with the fact that many of their female coworkers may be on nonstandard employment contracts. Conversely, a comparison of models 3 and 2 indicates that taking into account the proportion of women in one's workplace slightly attenuates the effect of employment-status composition in the workplace, as the coefficient for the proportion of nonstandard employees decreases somewhat in model 3. Thus, part of the reason that working alongside nonstandard employees enhances individuals' promotion chances is that many nonstandard employees in Japan are women, whom employers prefer less than men for promising positions. Nevertheless, the workplace share of nonstandard employees still has a considerable and curvilinear effect in model 3, after controlling for the proportion of women in the workplace. This finding demonstrates that the employment-status composition in the workplace is important in its own right, and its effect cannot be fully explained by the fact that the nonstandard labor force tends to be feminized.
Results
Using the coefficients in model 3, I estimate precisely how individuals' likelihood of promotion changes with a workplace's employment-status composition. The estimation indicates that the overall effect of the workplace proportion of nonstandard employees on the likelihood of promotion turns from positive to negative after this proportion reaches 0.84. Thus, consistent with queuing theory, working with women and nonstandard employees generally increases employees' perceived likelihood of promotion. Unlike working alongside women, however, working alongside nonstandard employees becomes harmful to individuals' career prospects when the vast majority (> 84 percent) of employees in the workplace are on contingent contracts.
In addition to the proportions of women and nonstandard employees in the workplace, several other workplace and job characteristics also significantly affect individuals' perceived promotion chances. Specifically, those in the industry of public administration, with higher occupational status, and working longer hours tend to report a higher likelihood of being promoted in their current workplaces. Conversely, workers in construction and transportation industries are likely to be relatively negative about their promotion prospects. Unsurprisingly, being on nonstandard employment contracts severely hampers individuals' expectation of promotion. Individuals in supervisory positions also tend to report a greater likelihood of promotion. With respect to individual attributes, it is unsurprising that the reported likelihood of promotion is greater for Japanese men than women. Those with longer work experience actually perceive a smaller chance of promotion, perhaps because their careers within firms have already peaked. Similarly, being close to retirement age decreases workers' promotion opportunities. In addition, being a parent of a minor child has a negative effect on women's likelihood of being promoted, but has virtually no effect on men's.
Next , table 4 shows results from regression models predicting log wages. According to model 1, the gender composition in the workplace is not significantly associated with earnings. Thus, there is no support for the hypothesis that the feminization of workplaces decreases wages for all workers. The finding is nevertheless consistent with the argument that the distribution of rewards within Japanese organizations is more directly based on gender. Because management defines the worth of men's and women's work largely by their roles as breadwinners and supplementary earners, respectively, the proportion of women in establishments hardly affects how they are paid. Moreover, because Japanese management generally considers men and women as nonsubstitutable, the female share in the workplace is unlikely to reflect management's intention Note: Numbers in parentheses are robust standard errors. † p < .10, * p < .05, ** p < .01 ( two-tailed tests).
to lower labor cost (by using women for men's jobs), and thus it is unrelated to wages. By contrast, the coefficients for the proportion of nonstandard employees and its quadratic term are both significant in model 2 in table 4. The relationship between the workplace share of nonstandard employees and Japanese workers' earnings is therefore curvilinear, with the association being positive when the share is low but turning negative after the share grows past a given point. This curvilinear relationship is consistent with the argument that Japanese firms utilizing some nonstandard employees are relatively efficient and profitable, hence paying more than those offering few contingent contracts. As nonstandard employees become increasingly dominant in proportion, however, they ultimately decrease the establishment's average pay and lessen all employees' wage expectations. Thus, employers are able to offer lower wages when the proportion of nonstandard employees is relatively high.
Model 3 improves model 2 by taking into account the proportion of female employees in the workplace. Although the workplace gender composition is not a significant predictor of wages, the fact that many nonstandard employees are female makes it necessary to include this variable to separate the influence of workplace employment-status composition from that of workplace gender composition. The coefficient for the share of nonstandard employees decreases only slightly from model 2 to model 3, indicating that workplace employment-status composition has an independent and direct association with wages. Using coefficients generated in model 3, I estimate the threshold at which the wage benefit of working with nonstandard employees declines in Japan. The estimation indicates that this benefit peaks when 35 percent of individuals in the workplace are on nonstandard contracts. Furthermore, working with nonstandard employees is associated with a net wage loss when such employees constitute 70 percent or more of an establishment's workforce.
Because previous research on workplace composition generally emphasizes how the relative sizes of different groups affect their relative power, authority, and, in turn, economic opportunities within organizations, I add a few interaction terms to the final models in tables 3 and 4 to test whether gender and employment-status compositions have a differential effect on different groups. Table 5 presents partial results from these additional models. Regardless of whether other interaction terms are included in the same model, the effects of the interactions between gender and the workplace female share on promotion chances are nonsignificant. The findings are the same for the interactions between one's own employment status and the workplace share of nonstandard employees. Thus, with respect to the likelihood of being promoted, working with a large proportion of women is equally beneficial to both men and women. Similarly, the effect of having a high or low proportion of nonstandard employees in the workplace on promotion opportunities does not differ between standard and nonstandard workers. These results are consistent with my argument that the status gap between men and women, as well as that between standard and nonstandard employees, is rather fixed and unaffected by the relative size of the low-status group in Japanese workplaces. Therefore, the effect of workplace composition in Japan mainly has to do with how this composition conditions the structure of the labor queue within the establishment. The results further support the queuing perspective, contending that having fewer members of a higher-status group in the labor queue enhances promotion chances for members of both higherand lower-status groups. In the case of workplace employment-status composition, the fact that having too many nonstandard employees harms both standard and nonstandard employees is also consistent with my argument that firms with the vast majority of employees on nonstandard contracts provide almost no job ladder or promotion opportunities for anyone. I should note that the result that employees in workplaces with a smaller proportion of standard employees perceive greater promotion chances does not imply that standard and nonstandard employees, or men and women, can expect to be promoted to the same types of positions. It may always be the case that Japanese employers give important positions only to men with standard employment status. Compared to their counterparts in establishments where management has many more male standard employees to select from, however, female nonstandard workers might be more likely to be promoted to, for example, positions of supervising or training other nonstandard employees. Needless to say, having a larger share of women or nonstandard employees in the workplace increases the competition within their own respective group. Nevertheless, because organizations with smaller shares of male standard employees are more likely to make some marginally administrative positions available to secondary workers, in spite of the greater competition, female or nonstandard employees are ultimately better off in such organizations. After all, when there is virtually no place for women or nonstandard workers to be promoted to, their prospects would be close to none, no matter how little competition they face from their own group. Table 5 also shows that the finding that workplace gender composition is irrelevant to wages holds for both Japanese men and women, as the interaction between gender and the workplace share of women is nonsignificant in all models predicting wages. Once again, this result is consistent with the argument that Japanese employers pay workers according to their gender, rather than the extent to which their jobs or workplaces are gendered. As to the association between workplace employment-status composition and wages, there is similarly no evidence that this association differs for standard and nonstandard workers. In a way, this finding is not surprising, because the curvilinear relationship between the workplace share of nonstandard employees and wages has to do with how the former shapes the firm's personnel flexibility and profits, as well as its employees' perception of a fair wage. Both standard and nonstandard employees are likely to gain when their firms are relatively profitable. Likewise, they both are likely to adjust their notion of acceptable wages based on the average pay in the workplace and lose when this average decreases. Table 6 presents results from ordered logit regressions predicting life satisfaction among Japanese workers. Model 1 shows no significant association between the female share in the workplace and workers' life satisfaction. Model 2 indicates a negative association between the workplace share of nonstandard employees and self-reported well-being. Model 3 includes the proportions of both women and nonstandard employees in the workplace. Interestingly, upon controlling for workplace employment-status composition, the share of women in the workplace becomes positively associated with workers' life satisfaction. This change clearly illustrates the need to consider workplace gender and employment-status compositions simultaneously. Because working in establishments with a larger proportion of nonstandard employees is detrimental to workers' psychological well-being, and because a sizeable percentage of female workers are on nonstandard contracts, we are unable to see the psychological benefit of being in a relatively feminized workplace without taking into account the harm of working alongside many nonstandard employees.
Model 4 further controls for log earnings and the likelihood of promotion, given that workplace composition may indirectly affect individuals' life satisfaction through their earnings and expectation of promotion. Although those earning more and perceiving a higher likelihood of being promoted feel more positive about their lives, the results for workplace compositions hardly change. Japanese workers in more feminized establishments tend to report higher levels of satisfaction with their lives, whereas those in workplaces with larger proportions of nonstandard employees tend to feel more negative. These findings are consistent with the argument that when women are rarely considered a threat or substitutes for men in the workplace, and when women as a whole see few advancement opportunities, as in the context of Japan, more feminized workplaces are likely to be somewhat more friendly. Conversely, having a larger proportion of nonstandard employees in the workplace not only leads to lower cohesion among workers, but also signals the employer's shifting preference for personnel flexibility over long-term worker commitment. Thus, even though the share of nonstandard employees at work is not always negatively associated with individuals' promotions and earnings, Japanese workers' life satisfaction decreases as the proportion of nonstandard employees in their workplaces increases. Table 6 also presents results from logistic regressions predicting individuals' suffering from work-related distress. Those working in establishments with larger proportions of nonstandard employees are significantly more likely to feel stressed for work-related reasons. This finding further confirms the hypothesis that employment-status composition in the workplace affects workers' Note: Ordered logit regressions are used for predicting life satisfaction, whereas a logistic regression model is used for predicting work-related stress. Numbers in parentheses are standard errors. † p < .10, * p < .05, ** p < .01 (two-tailed tests).
psychological well-being by shaping their sense of workplace cohesion and longterm stability. The female share in the workplace, however, does not have a significant effect on work-related stress, suggesting that workplace gender composition plays a somewhat smaller role than employment-status composition in shaping workplace integration and cohesion. Like for the economic outcomes, I also estimated the models for life satisfaction and work-related distress with interaction terms between gender and female share in the workplace, as well as between employment status and the proportion of nonstandard employees at work. None of these interaction terms yielded significant results. The lack of asymmetrical effects of workplace gender composition on men's and women's sense of well-being ultimately supports my argument that an increase in the numerical representation of women does not empower them more in Japanese workplaces, nor does it cause men to feel more threatened. Rather, workplace gender composition influences individuals' psychological conditions by shaping the overall workplace culture and atmosphere, thus affecting men's and women's feelings in similar ways. For the same reason, growth of the proportion of nonstandard employees in the workplace does not affect workers' psychological conditions differently according to their employment status. Because having a temporary status makes it difficult for nonstandard employees to develop meaningful social relations even with coworkers under the same employment contracts, a rise in the share of nonstandard employees is bound to deteriorate the overall level of cohesion among workers. Consequently, both standard and nonstandard workers are likely to find social relations in the workplace unrewarding and thus suffer psychologically.
Conclusions
The ongoing transformation of employment arrangements in advanced economies has critically reshaped workplace demography by increasing the share of nonstandard employees. Despite the considerable attention scholars of inequality have paid to organizational contexts (Baron and Pfeffer 1994; Pfeffer 1983; Reskin, McBrier, and Kmec 1999) , previous research sheds little light on how the changing workplace employment-status composition affects individual workers. This study has contributed to research on workplace contexts and inequality by examining the economic and psychological outcomes of working in establishments with different proportions of nonstandard employees in Japan, a representative case of the industrialized countries in which nonstandard work arrangements have rapidly gained popularity (Houseman and Osawa 2003; Yu 2012 ). As the analysis shows, the share of nonstandard employees in the workplace has important implications for both the economic and psychological conditions of Japanese workers. For earnings and promotion opportunities, the association with the workplace's share of nonstandard employees is curvilinear. The Japanese employed in establishments with modest proportions of nonstandard employees have relatively high perceived likelihoods of promotion and wages, but those working in organizations that use predominantly nonstandard workers tend to fare badly economically. Conversely, the share of nonstandard employees in the workplace is always negatively associated with psychological well-being. Not only do those working with proportionately more nonstandard employees tend to report lower life satisfaction, but they are also more likely to suffer from work-related distress.
The results just described suggest that the global trend of increasing utilization of nonstandard employment contracts has a more extensive and complex impact on labor market disparities than prior studies indicate. Most research concerning this trend focuses on how the dualist employment structure widens inequality by depriving nonstandard workers of appropriate compensation, benefits, and opportunities for advancement (Giesecke 2009; Kalleberg 2000; Kalleberg, Reskin, and Hudson 2000; McGovern, Smeaton, and Hill 2004; Yu 2012) . Beyond directly affecting those under nonstandard employment contracts, however, the growth of such contracts also contributes to disparities among workers by altering the share of nonstandard employees in their workplaces. Interestingly, unlike being nonstandard employees, working with such employees is not always negatively associated with individuals' economic prospects, as the Japanese case demonstrates. The rapid growth of nonstandard employment in industrialized countries is nevertheless conducive to new economic winners and losers across workplaces with different proportions of nonstandard employees. At the same time, the experience of Japan suggests a gloomy outlook on workers' sense of well-being with the increasing use of nonstandard work arrangements in advanced economies, because even those who are not on nonstandard contracts appear to suffer psychologically from this trend. Given this study's findings, a comprehensive assessment of the impact of the rising prevalence of dualist work arrangements throughout the industrialized world must take into account how this change affects workplace demography, as well as the possibility that it could have opposite economic and psychological consequences for at least some workers.
This research also addresses a more conventional line of inquiry by researchers on workplace contexts: the consequences associated with gender composition in the workplace. The present study is the first to take into account that many female workers in the workplace might be on contingent employment contracts and to demonstrate the influences of workplace gender composition independent of those of workplace employment-status composition. As the analysis indicates, the level of feminization in the workplace matters to workers' well-being only after the negative effect of working with nonstandard employees is considered. With the rapid increase in nonstandard work arrangements across industrialized countries, findings from this study illustrate the rising need for research on workplace gender composition to simultaneously consider how the presence of nonstandard employees affects the former.
Also moving beyond previous research, I show that even in a social context in which management's gender preference is generally static, the percentage of women in the workplace is still critically linked to individuals' chances of career advancement. Specifically, in Japan, because women's share in the workplace is an indicator of the pool size of preferred employees (i.e., males), rather than women's status relative to men's, the larger this share, the greater likelihood of promotion both men and women perceive. Perhaps because the overall level of competition is lower and worker relations are better in establishments with greater female representation, those working in such establishments also tend to report higher levels of life satisfaction. In general, findings from this research concur with prior researchers' emphasis on workplace gender composition as an important factor for explaining differences in workers' opportunities and well-being (e.g., Cohen, Broschak, and Haveman 1998; Baron 1987, 1991 ). Yet, this study demonstrates that how gender composition in the workplace is associated with economic and psychological outcomes, as well as the mechanisms behind the association, depends greatly on the broader social context. Finally, although both women and nonstandard employees are generally considered as secondary workers in Japan, findings from the analysis suggest that the share of nonstandard employees in the workplace is relevant to a wider range of individual outcomes than the share of women. Specifically, whereas the proportion of nonstandard employees in the workplace is significantly associated with pay and work-related distress, the share of female employees is not. One likely reason for such results is that the proportion of nonstandard employees at work is a more effective indicator of workplace atmosphere and organizations' pay scale than the proportion of women. Because the status of standard versus nonstandard employees officially distinguishes organizational insiders from outsiders, it potentially divides workers more than gender. In addition, as argued earlier, the use of nonstandard employees is more directly associated with Japanese management's intent to save labor costs than with the use of female workers. Regardless of why workplace employment-status composition appears particularly relevant to Japanese workers' well-being, this result underscores the need to study this composition in other advanced economies. In particular, with the recent global economic recession generating a new push for more nonstandard work arrangements, advanced economies in North America and Europe are likely to observe an increase in the salience of employment status in the workplace, as has been the case in Japan. Thus, it is critical for future research on worker disparities in those countries to take into account the variation in employment-status composition across workplaces.
Notes
1. The contract terms and conditions for part-time and various types of temporary employees in Japan are not strictly the same. These workers, however, are invariably on fixed-term employment contracts and are similarly deprived of job security, appropriate compensations, fringe benefits, and the status of organizational insiders. This shared condition, and the fact that the definitions for different groups of nonstandard employees are rather fluid in Japan, leads researchers and the general public alike to group all types of contingent employees together and focus on the divide between standard and nonstandard workers (e.g., Houseman and Osawa 2003; Hirata and Yugami 2011) . 2. The survey also allows the option that "there is no position higher than the current one in the workplace" for this question. I consider such cases as perceiving no probability of being promoted in the current workplace. I conducted an additional analysis with those cases excluded, and the results were virtually unchanged.
